We investigate how resource orchestration influences performance within the 'knowledge resource management' approach by exploiting a novel database on the Italian Serie A topprofessional football league spanning from the 1960-61 up to the 1991-92 season. We find that the acquisition of experience via newcomers has a U-shaped non-monotonic relationship with performance. Furthermore, we find that releasing co-specialized employees has a positive moderating role within the relationship between team experience and performance by suggesting that dismissing old routines positively influences the relationship between current routines and team's performance.
Introduction
In this study, we aim to investigate how resource orchestration (Helfat et al., 2007; Sirmon et al., 2011 ) affects performance at the firm level in the context of decisions concerning the management of knowledge resources (Kogut & Zander, 1992; Grant, 1996; Conner & Prahalad, 1996) .
The notion of resource orchestration 1 constitutes a recent development in the broader area of resource-based studies (Barney, 1991; Peteraf, 1993) . It focuses on how managerial decision making affects performance by means of decisions concerning resource management processes (Adner & Helfat, 2003; Helfat et al., 2007; Sirmon et al., 2011) . In particular, Helfat et al. (2007) maintain that resource orchestration decisions address two broad areas, namely, search/selection and configuration/deployment. Accordingly, in this study, we investigate the different effects of resource orchestration in the context of knowledge resource management, and we focus on the first area of resource orchestration decisions, i.e., search/selection, with specific attention paid to the acquisition of new resources and the release of current resources.
More precisely, we aim to explore whether the contribution of newly acquired knowledge resources, as a whole, depends on the industry-level experience of such resources. Previous research has posited that an individual's experience is a relevant knowledge resource (Reagans, Argote, & Brooks, 2005; Huckman & Pisano, 2006) that is transferable across firms (Castanias & Helfat, 1991; Holcomb, Holmes, & Connelly, 2009) ; however, previous studies have not examined whether and how different levels of newcomers' experience, as a whole, affect firm performance. Furthermore, we investigate whether the release of co-specialized employees' tacit knowledge affects the focal unit's performance. Although prior studies have maintained that inertia transforms routines into traps (Levintal & March, 1993) , we investigate whether the release of routines (i.e., co-specialized employees' tacit knowledge) sustains (or hampers) firm performance. In particular, we investigate whether the release of co-specialized knowledge resources moderates the performance of current co-specialized employees.
We argue that resource orchestration in the context of knowledge resource management deserves accurate research efforts because the renewal of such resources is unavoidable (sooner or later) 2 and is likely to produce important consequences for a firm's most critical source of competitive advantage.
To address the above issues, we conducted research in the context of "Serie A", the Italian toplevel professional football league, from 1960 to 1992. Sports settings are particularly suited to management research (see Wolfe et al., 2005; Day, Gordon, & Fink, 2012) because they frequently allow for the observation of phenomena of particular interest from the viewpoint of the orchestration of knowledge resources, such as the fit between a given strategy and the available knowledge resources (Wright, Smart & McMahan, 1995; Sirmon, Hitt, & Ireland, 2008; DiMinin et al., 2015) ; individual and collective skills and tacit knowledge (Berman, Down, & Hill, 2002; Shamsie & Mannor, 2013) ; resource management and value creation (Holcomb et al., 2009 ); knowledge resource bundling (Sirmon et al., 2008) ; knowledge resource acquisition and release (Moliterno & Wiersema, 2007) ; interorganizational co-mobility of knowledge resources (Campbell et al., 2014) ; performance comparisons (Moliterno et al., 2014) ; and resource complementarity (Ethiraj & Garg, 2012; Crocker & Eckardt, 2014) . Furthermore, although football teams may differ in terms of size, age and historical relevance (from a sporting viewpoint), they share a common market for resources (factors) and a general environment.
Our study makes the following contributions. First, we show empirically that new knowledge resource acquisition must be examined as a collective resource and not as a sum of individual resources. In particular, insofar as the acquisition of new knowledge resources is concerned, we observed a non-monotonic relationship (i.e., a U-shaped relationship) that emphasizes the role of newly acquired knowledge as a collective resource. In addition, our study is (among) the first to explore the effect of released employees' co-specialization on a team's results. More precisely, we find a positive moderating role on the relationship between team experience and performance.
This finding suggests that the dismissal of old routines positively influences the relationship between new routines and performance, thus shedding new light on an important interaction concerning the effectiveness of knowledge resources.
Theory and Hypotheses
Recent research has clarified that resource-based studies require additional development insofar as resource management is concerned (Adner & Helfat, 2003; Sirmon, Gove & Hitt, 2007) .
Accordingly, we endeavor to investigate how resource orchestration (Hefalt et al., 2007; Sirmon et al., 2001) in the context of knowledge resource decisions addresses this issue with respect to search/selection decisions. In particular, we focus on those specific decisions concerning the acquisition of new resources in the form of new employees' experience and the release of such resources in the form of the dismissal of co-specialized resources, and we examine the effect of both types of decisions on performance.
The impact of new employees' experience on performance
Several studies have investigated the relevance of individuals' experience (Castanias & Helfat, 1991; Coff, 1999; Holcomb et al., 2009; Dokko, Wilk, & Rothbard, 2009 ) and its impact on firms' results (Edmondson, Bhomer, & Pisano, 2001; Argote, McEvily, and Reagans, 2003; Reagans et al., 2005; Huckman et al., 2009 ). These studies 3 unanimously conceive of an individual's experience as a valuable resource in terms of its contribution to a unit's results.
Individual experience has also been studied as a proxy for learning and tacit knowledge (Argote & Ingram, 2000; Huckman & Pisano, 2006; Shamsie & Mannor, 2013) . In particular, such research has noted that although an individual's experience is a critical asset, its effect is frequently contingent on routines and contextual knowledge rooted at the organizational level.
Furthermore, a given individual's experience has been examined from the viewpoint of human capital development (Lepak & Snell, 1999; Moliterno & Wiersema, 2007) . For example, Lepak and Snell (1999) maintain that human capital experience can be appraised based on the degree of its development. More precisely, more seasoned and experienced individuals are valued as developed and ready-to-use resources whose contribution is expected to be fully productive in the short run. In Major League Baseball (MLB), Moliterno & Wiersema (2007) conceive of those individuals who had previously acquired substantial experience in the league as developed resources. In summary, research and studies on the contribution of an individual's experience to firm performance have produced an articulated picture; however, they have neglected the role of resource orchestration, that is, the collective and shared effect of newly acquired knowledge resources (i.e., newcomers) beyond the effect of the single, newly acquired resource.
To fill this void, we maintain that the orchestration choices regarding acquisitions must be observed with respect to the characteristics of newcomers not as if such individuals were standalone assets but as if they were a whole, collective resource because, following Alchian & Demsetz (1972) , the contribution of a group of individuals at the team level is more than the sum of the single contribution of those individuals to the team. This phenomenon occurs because complementarity among resources is likely to affect performance in a differentiated manner (Milgrom & Roberts, 1990) . Accordingly, we maintain that the level of experience among new knowledge resources is likely to affect performance in a differentiated fashion that particularly depends on their experience at the industry level. Individual experience at the industry level is a relevant indicator of professional skills (Castanias and Helfat, 1991; Dokko et al., 2009) . In contrast to other types of experience that are considered to be contextual and firm-specific, individual experience at the industry level is considered to be highly transferable across firms (Reagans et al., 2005; Holcomb et al., 2009 The effects of newcomers on performance has produced contrasting results in the literature, although it has received increasing attention from managerial studies (Berman et al., 2002; Chen, 2005; Groysberg et al., 2008; Groysberg and Lee, 2009; Rink et al., 2013; Campbell et al., 2014) .
The general -and somewhat surprising -conclusion shared by these studies is that, although some level of knowledge resource renewal is unavoidable, its effect will most likely be negative.
For example, Berman et al. (2002) hypothesized a negative relationship with respect to the contribution of new players to performance. In addition, several other studies have found that new employers may experience some problems receiving newcomers and must develop specific integrative procedures to reduce the negative effects of newcomers' presence and performance (Chen, 2005; Dokko et al., 2009) . Furthermore, in studying the financial investment industry, Groysberg et al. (2008) observes that even highly skilled individuals suffer performance declines upon joining new employers, and Groysberg and Lee (2009) report in an empirical study that such a decline also affects their new employer's results. This finding is also consistent with theoretical developments in the collective turnover literature concerning, in particular, how newcomers' firms-specific proficiency affects performance (Hausknecht and Holwerda, 2013) . In sum, the literature seems to suggest that newcomers negatively impact firm performance, although there are contrasting views on this phenomenon.
To overcome the contrasting results provided by the extant literature, we maintain that the relationship between new employees' contribution and performance could be non-linear (i.e., Ushaped), that is, first decreasing in the presence of low levels of new employees' experience up to a certain point, and then subsequently, beyond this point, higher levels of new employees' experience are amenable to exerting a positive effect on performance. In the remainder of this subsection, we clarify the motivation for this non-linear (U-shaped) relationship.
A low level of new employees' experience (i.e., a few individuals characterized by low experience) is amenable to producing a decreasing effect on performance because the presence of less experienced newcomers is likely to create uncertainty among the current teammates because such resources are less trained compared with their more experienced colleagues (Lepak and Snell, 1999) and because a low level of experience will sometimes lead to mistakes (Weick, 1993) . In addition, the current teammates are unsure of exactly what the newcomers know (lack of relationship knowledge -Reagans, Argote and Brooks, 2005) ; therefore, they suffer from uncertainty while executing established routines. Furthermore, it is likely that a small number of newcomers characterized by low knowledge and understanding of the unit's current routines will require some time before they become integrated team members; therefore, we expect that their utilization will produce decreasing results up to a certain level of new employees' experience.
However, beyond this level of new employees' experience, we expect that their presence at the unit level is likely to produce increasing results because it will be associated with the substantial presence of more experienced individuals. Highly experienced knowledge resources are likely to offer a ready-to-use skill set that is easily exploitable at the firm level (Lepak and Snell, 1999) because highly experienced individuals have the readiness and motivation of developed human capital and thus are able to provide their best contribution over the short term (Argote and Ingram, 2000; Tucker, Nembhard, and Edmondson, 2007; Huckman et al., 2009 
The effect of released employees' co-specialization on performance
Knowledge resource renewal is unavoidable for many firms that are driven by demographic, mobility and competitive considerations (Coff, 1999; Lepak and Snell, 1999) , which implies that firms recurrently release a given amount of co-specialized employees. Because such releases include a portion of the firms' co-specialized knowledge and shared experience (Wezel, Cattani, and Pennings, 2006; Aime et al., 2010) , it seems important to investigate whether they might prove detrimental to the firm's performance.
The strategic management and organizational theory streams of literature have devoted substantial attention to the analysis of shared experience and co-specialized tacit knowledge (herein, co-specialization) at the firm level (Katz, 1982; Berman et al., 2002; Reagans et al., 2005; Huckman et al., 2009; Shamsie and Mannor, 2013) . Some of these studies empirically observe a non-monotonic (i.e., inverted U-shaped) effect of co-specialization on performance (Katz, 1982; Berman et al., 2002) , which implies that, beyond a certain level of shared experience, a firm becomes predictable and its knowledge ossified. Other studies have instead maintained and empirically found a linear relationship between employees' co-specialization and performance (Reagans et al., 2005; Huckman et al., 2009; Huesch, 2013) . For example, in the context of healthcare, both Reagans et al. (2005) and Huesch (2013) find a positive relationship between the degree of co-specialization and operating-and caring-team and performance; similarly, Huckman et al. (2009) observe a positive effect for co-specialization (i.e., team familiarity) on performance in the software industry. In addition, Shamsie and Mannor (2013:516) refer to co-specialization by distinguishing between discrete and linked productive tacit knowledge; the former connotes the tacit knowledge related to a specific task held by individuals, whereas the latter (i.e., co-specialization) "refers to the application of the knowledge of the larger group to the performance of the same task or activity." All of the above studies concur in emphasizing the critical role of co-specialization held at the collective level and socially embedded within an organization. Furthermore, the empirical evidence reported above almost unanimously -with a few exceptions, such as Berman et al. (2002) -finds that cospecialization positively affects performance with no decreasing effects due to either inertia or ossification.
However, while remarking about the relevance of co-specialized tacit knowledge and its effect on performance, the previous literature has not probed into the inverse phenomenon (that is, what happens when such co-specialized tacit knowledge is subtracted from a given unit). The critical issue is that the collective tacit knowledge stemming from individuals' mutual co-specialization is not simply the sum of the individuals' tacit knowledge (Alchian and Demsetz, 1972; Kogut and Zander, 1992) ; in addition, the release of co-specialized employees subtracts a part of the focal unit's functioning mechanism (Reagans et al., 2005) . These studies lead us to consider that once a portion of co-specialized knowledge is subtracted from a given team or unit, the remaining part of that team's processes will be somewhat hampered and its performance negatively affected. For example, studies on the cognitive nature of routines emphasize the holistic nature of the interrelations among individuals when they are executing routinized tasks (Weick and Roberts, 1993) . These findings imply that the release of a portion of such interrelations from the unit's collective mind (Weick and Roberts, 1993 ) is equal to subtracting a portion of the instructions from an information system: the system likely either ceases to function or works only partially. A similar concern is also shared by studies that investigate collective turnover (Hausknecht and Trevor, 2011; Nyberg and Ployhart, 2013) .
Furthermore, studies on collective experience and learning maintain that firms can be conceived of as networks of people; within these networks, individuals know whom to contact about specific issues and the precise competence of their co-workers (Huckman and Pisano, 2006; Groysberg, Lee, and Nanda, 2008 Huckman and Pisano (2006) emphasize the complementarity existing among team members' tacit knowledge and argue that such complementarity might be dissipated if the composition of the team is changed. Indeed, given the contingent nature of collective cospecialized knowledge, when the current members of a given unit no longer work with their former (i.e., released) teammates, it is likely that their performance will be uncertain (Huckman and Pisano, 2006) . This finding is consistent with Reagans et al. (2005: 871) , who maintain that the experience of other team members constitutes a "pool of knowledge at an individual's disposal that is distinct from the knowledge he or she has accumulated directly", and with Ethiraj and Garg (2012), who empirically find in the context of the National Basketball Association (NBA) that greater interaction among team members fosters learning, knowledge sharing and communication.
Therefore, when some teammates leave their former team, a subtraction process occurs such that the continuity of the team's functioning mechanisms is hampered, and its performance is likely to worsen. This subtraction of internal guideposts may engender a sense of uncertainty among current teammates, who no longer feel comfortable executing previously routinized tasks (Audia and Greve, 2006) . As a result, the team as a whole might experience a lack of sense-making and orientation (Weick, 1993) , which is frequently associated with negative performance ).
However, the extant literature notwithstanding, we maintain that the release of co-specialized employees may also positively affect performance through its moderating effect on the relationship between team co-specialization and performance. More precisely, we argue that released employees' co-specialization may positively influence a firm's processes because it enables an organization to explore innovative paths and counter inertia.
The extant research has deeply investigated the role of inertia in the failure of firms threatened by discontinuous change (Hannan and Freeman, 1984; Henderson and Clark, 1990; Tripsas and Gavetti, 2000) . Subsequent studies have addressed this issue from the perspective of routine adaptation to change Gilbert, 2005) and maintain that successful firms are those that add new competences and knowledge to their existing patterned and routinized set of procedures. In summary, the extant literature maintains that routines constitute a double-edged sword; on the one hand, they have positive effects because they are the coordinating mechanism of an organization (i.e., the collective mind: Weick and Roberts, 1993) ;
on the other hand, routines represent both a source of inertia and of failure for incumbent firms confronting either competitive or technological discontinuities (Henderson and Clark, 1990; Tripsas and Gavetti, 2000) .
Therefore, it seems relevant to investigate whether the partial or substantial release of routines may positively affect firms and their performance, which is also consistent with studies that espouse the beneficial effects of forgetting for a given organization (Levinthal and March, 1993; Pisano et al., 2001) . However, the scholars that have empirically explored such phenomena (i.e., Gilbert, 2005; Tucker et al., 2007) have paid scant attention to the effect that the release of extant and redundant knowledge may have on the performance of the renewed unit. In particular, Gilbert (2005) emphasizes the mechanisms that enable routine relaxation, such as psychological safety; however, he does not adequately investigate whether a substantial release of current routines (i.e., routines associated with traditional media management) would help to address the threat represented by the internet to newspapers and the traditional media industry. Likewise, Tucker et al. (2007) examine the processes underlying effective best-practice transfers in neonatal intensive care settings, but they do not investigate whether the previous best practices were abandoned or maintained along with newly developed best practices.
Thus, to fill this void, we explore the role of released co-specialization as a type of enabling condition at the firm level, such that when (and the extent to which) a unit is deprived of existing routines, it is likely that it will produce new co-specialized knowledge. Previous research has found that routines are resistant to change (Gersick and Hackman, 1990; Edmondson et al., 2001) ; however, these studies have not investigated whether the release of a portion of an existing routine may prove beneficial to the performance of a new routine. We argue that this issue is quite salient because current routines may hamper the execution of new tasks. As reported by Edmondson et al. (2001: 687) (Gersick and Hackman, 1990) . " Therefore, we maintain that the release of co-specialized knowledge may have beneficial results
for the development and execution of new routines because familiarity among team members frequently leads to the execution of behaviors in situations in which they are inappropriate or no longer adequate. Research on errors in medicine and other contexts reinforces this view (Reason, 1984; Edmondson et al., 2001 ).
(R1/1) Moreover, with regard to team members' experience, we also posit that current cospecialized knowledge and routines are only partially related to a unit member's age because individuals may join a given unit at a green age and work the for the unit for a given number of years before leaving the unit when he/she is still relatively young (according to the industry standard). In other words, our focus is not on the replacement of experienced individuals per se.
This issue also invites further consideration regarding the inherent quality of current vs new routines. In particular, in this study, we are agnostic about the comparison between new and old routines on a purely observable quality basis. Our purpose is simply to probe whether old routines -although valuable -are bound to be predictable by competitors such that, also because of inertia and ossification (Berman, et al., 2002) , they are not likely to contribute positively to performance beyond a certain point in time. Therefore, we endeavor to investigate whether their dismissal might be beneficial to the performance of the new routine (R1/1).
In summary, we argue that when an organization is lightened from the redundancy and inertia of extant co-specialized knowledge, new processes can occur and new routines can develop. Thus, we maintain that enabling new resources, routines and procedures to create a positive effect on performance will be helped by a substantial lightening process regarding the release of prior resources, routines and procedures. In particular, this process will occur by releasing either a smaller or a more substantial portion of the co-specialized knowledge at the unit level. Therefore, we propose the following hypothesis:
The release of employees' co-specialization positively moderates the relationship between team co-specialization and performance.
Methods

Settings
The Italian "Serie A" professional soccer league represents a competitive context that is similar to several business settings. In the Italian "Serie A", resource orchestration decisions regarding search/selection are carried out by a team's owner (Presidente). The owner sets the team's strategy: he hires the coach and selects a roster of players. The team's coach acts at a lower decisional level than the owner. The coach is in charge of training the players and is responsible for bundling the starting line-up, although he is not in charge of players' acquisition and release (Brera, 1975; Foot, 2007; Sconcerti, 2009) . During the period covered by our research, a win accrued two points, a tie (or net) accrued one point and a loss accrued zero points. Because of the extreme popularity of and endemic passion for football across virtually every tier of Italian society (Brera, 1975; Foot, 2007; Sconcerti, 2009) , leading a football club in the Italian "Serie A" is a highly demanding task. Furthermore, at the end of every season, there are many player trades among virtually all of the teams. In addition, daily widespread media coverage by three sportsdedicated newspapers (i.e., Gazzetta dello Sport, Corriere dello Sport, and Tuttosport) -in addition to the sports section of every national and regional newspaper -puts coaches, management and players under a magnifying glass. These features make the "Serie A" a highly appropriate setting for exploring our resource orchestration argument.
Sample and Data
We collected data on a game-day basis between the 1960-61 and 1991-92 seasons. We gathered our data from two main sources: the "Enciclopedia Panini del Calcio Italiano, 1960 " and the "Almanacco Illustrato del Calcio" (years: 1960 -1992 . Both sources are published by Panini, which is widely considered to be the most authoritative and accurate source of information about
Italian football. Additionally, we explored several issues from the 1960-1992 archives of Gazzetta dello Sport, which is the oldest and most widely distributed sports newspaper in Italy.
We also interviewed several experts, and we explored the database of the Rec. Sport Soccer Statistics Foundation (RSSSF) database. 
Variables
Dependent variable.
Team performance. The dependent variable in our study is team performance, which is measured by mean points at the end of each season (the annual team data). Indeed, because a win was worth two points, a tie was worth one point, and a loss was worth zero points in the "Serie A"
league during the time window of our research, we summed both wins and ties and divided this amount by the total number of games in the season. This measurement is similar to measures of performance utilized by other studies exploring sports settings (e.g., Berman et al., 2002; Holcomb et al., 2009) . Previous research in sports settings has considered the ability to gain points in direct competition to be a highly qualified and straightforward measure of organizational performance (Berman et al., 2002; Sirmon et al., 2008; Holcomb et al., 2009 ).
Independent Variables
New employees' experience. We calculated this variable as follows. First, we summed the games played in the careers by new players on the roster through the previous season. Subsequently, we divided this sum by the number of new players on the roster. Finally, we calculated the natural logarithm of this indicator.
New employees' experience squared. This variable is "New employees' experience" squared and allows for the investigation of the curvilinear relationship that we hypothesized.
Released employees' co-specialization. We adopt Reagans et al.'s (2005) measure for assessing co-specialization. For each pair of players on a team, we first consider the number of times that they have been bundled together in a given season. Next, we sum across pairs on a team that includes at least one released player and divide by team size. The formula is ∑ ∑ / =1 =1 ( − 1)/2. CKij is the number of times that player i (i.e., the released player) has been bundled with player j (whether that player was a released player or he remained on the team), which we define as the co-specialized knowledge resources at the pair level, where R is the number of released players at the end of the season and N is team size. This measure gauges the amount of co-specialized knowledge developed during the previous season and then released at the beginning of the current season. Other studies have adopted this measure in the context of the software industry (Huckman et al., 2009 ) and the NBA (Ethiraj and Garg, 2012) .
Team-level co-specialization. Similarly, we adopt Reagans et al.'s (2005) measure for team-level co-specialization. In particular, we assess how many times each pair of players has been bundled for a given game during the current season; the formula we use is ∑ ∑ / ( − 1)/ =1 =1 2. CKij is the number of times that player i has been bundled with player j, which we define as the co-specialized knowledge resources at the pair level; N is team size. Here, we compute the formula for all of the players on each roster, which allows us to calculate co-specialization among all players at the team level.
Control variables
Lagged team performance. This variable represents the previous year's team performance lagged to the current year.
Historic aspiration level. Following the procedure adopted by the performance feedback literature, we constructed each team's historic aspiration level (HAL). In particular, by using the final rank at the end of a given season, we constructed the exponential weighted moving average employed by Levinthal and March (1981) 
with t indicating football seasons. Following the extant literature, we constructed this variable with values of α set at 0.25, 0.50, and 0.75 (Baum, 2005; Moliterno et al., 2014) . We opted for α=0.25 because it had the best fit throughout our models and also because a small value of α has face validity in the context of our study, as we do not wish to overemphasize the most recent occurrences in the context of choices concerning knowledge resource selection and release.
Team quality. To gauge this variable, we begin by considering the quality of a team's players at the individual level (i.e., at the single-player level). First, we count the number of games played by a given player during each season, then we multiply that amount by the team's total points at the end of that season, and finally, we divide that number by the player's age. Subsequently, we calculated the average player quality for the whole "Serie A" league; finally, we counted for each team the number of players whose quality result was above the "Serie A" average. We provide the rationale for this measure in the following. Because Italian football is a tremendously selective and competitive setting, it is difficult for a "Serie A" player to be in the starting lineup continuously (Brera, 1975; Sconcerti, 2009 ). Therefore, a player who plays a high number of games per season is a highly qualified professional player. Furthermore, drawing on studies addressing the contribution of human capital to performance, which take into account work experience weighted by the quality of the employer and other features of human capital (Huckman and Pisano, 2006; Ployhart and Moliterno, 2011) , a player on a "Serie A" top-ranked team must be considered of higher quality compared with a player on a lower-level team. Finally, we consider that even the quality of highly qualified players decreases due to age. We count this value per year, not including the current season. In addition, we carried out validation procedures.
We apply this measure to gauge the quality of each new player, and then we calculate the mean value of the new players' quality. To validate our measure, we explored bibliographic sources (Brera, 1975; Foot, 2007; Sconcerti, 2009) 
and sports newspaper archives (Gazzetta dello Sport):
their reports are consistent with our results and confirm that our ranking of football players is an accurate ranking of the best athletes in the time window of our research, especially with regard to the top players in our quality ranking (Appendix B). For example, Gianni Rivera (#1 in our ranking) was the first Italian player to win the Golden Football as the best European player, in 1969. Giacinto Facchetti (#2 in our ranking) and Tarcisio Burgnich (#3 in our ranking) were, in the time window of our research, by far the best pair of terzini (side-backs). Dino Zoff (#5 in our ranking) is considered one the best goalkeepers in the history of world football, not only of Italian football. Mario Corso (#4 in our ranking) and Sandro Mazzola (#6 in our ranking) were the leading forwards of the Grande Inter (Great Inter), a team that dominated Italian and European Football in the 1960s. Furthermore, our ranking is highly correlated with the ranking of the presence on Italy's national team for the time window of our research, which constitutes a very compelling corroboration of our measure, given that only the best players have the chance to be selected for the national team. In Appendix B, we provide an example of how this variable was calculated and report the validation procedures.
Released employees' quality. This variable is calculated following the procedure that is reported above for the variable "Employees' quality", but it only refers to the mean quality of released players, i.e., those players who were dismissed at the end of the previous season.
New coach. This is a dummy variable and takes the value of "1" if a given team in our dataset hired a new coach for that season and "0" otherwise.
Coach's absolute experience.
This variable is the total number of seasons that a given coach has been in the "Serie A" league.
Model specification
We employed panel data analysis to test our hypotheses. (R2/1) The observation unit is the teamyear. In our sample, we have data from 1960 to 1992, for a total of 32 years (seasons) and 43 teams. By exploiting the longitudinal nature of the data (both time series and cross section), we control for both unobserved heterogeneity and the impact of lagged dependent variables.
Panel model specification
We include team fixed effects that control for time-invariant omitted variables at the level of each sporting team (for example, location and date of incorporation, among many others). We also need to control for time dummies to account for common effects to all teams in a specific year.
We test the ideal lag structure and decided to opt for two lags of the dependent variable as a predicting variable on the right-hand side to account for a very well-known effect of persistent team performance over time (years): a strong (weak) team in one year tends to be strong (weak) in later years. In addition, we add ten weakly exogenous regressors to test our hypotheses.
However, because endogeneity is also a potential concern for these regressors (for example, the average quality of a team could be determined by its results in previous years), the independent variables (x 1 to x 10 ) are lagged, which implies that those independent variables are at least not determined simultaneously with the dependent variable. The baseline model is therefore specified as follows: it-1 is team-level co-specialization,
it-1 is the interaction between released employees' co-specialization and team-level cospecialization, vi is team fixed effects, nt are time dummies and finally, eit is the error term.
To ascertain whether team effects are random or fixed, preliminarily, we run a Durbin-WuHausman test (Hausman specification test), which allows us to confirm the need for fixed effects (vis-à-vis random effects) at the team level. Furthermore, to correct for heteroskedasticity and autocorrelation, we cluster the standard errors (Stock and Watson, 2003) . This procedure is based on the concept of the cluster-robust covariance matrix (VCE command in STATA), which relaxes the assumption of independent errors and allows for correlation between errors within clusters of observations. Thus, this procedure specifies that the standard errors allow for intragroup/cluster correlation, and it relaxes the usual requirement that the observations must be independent within teams. In other words, the observations are independent across groups (clusters), but not necessarily within groups. Table 2 reports the results of this model.
GMM panel model specification as a system
When introducing two lagged dependent variables in the previous panel model, we had to account for the fact that , −1 and , −2 are correlated with the error term. For this reason, the estimated coefficients (Table 2 ) might be biased due to endogeneity. For a robustness check, we re-run the entire set of regressions in a dynamic panel data setting. Specifically, we use a Generalized Method of Moments (GMM) model (STATA xtabond2) to mitigate the potential endogeneity problem. More precisely, the GMM model is a system of equations specified in the following way: The GMM "difference equation" controls for unobserved heterogeneity (the vi are cancelled out), and the level equation corrects for endogeneity and improves the efficiency by exploiting the instruments for the two lagged variables. Table 3 reports the results of this model accounting for endogeneity. Table 1 reports the descriptive statistics and the correlation analysis. Table 2 ( Models 1-4) presents the results of the regression analysis. Table 3 (Models 1-4) presents the results of the regression dynamic panel data analysis controlling for endogeneity.
Results
-----------Insert Table 1 about here   Insert Table 2 Table 2 : New employees' mean experience: b= -0.126, p<0. 05; and New employees' mean experience squared: b=0. 0254, p<0. 001). To appraise the actual shape of the hypothesized relationship (that is, whether our findings supported a U-shaped relationship, or, instead, just a non-linear decreasing effect), we conducted a further analysis on the non-monotonic function that allowed us to confirm Hypothesis 1. Our additional analysis supported the actual U-shaped relationship between "New employees' mean experience" and performance.
More precisely, to investigate this relationship, we examine the first-order partial derivatives of performance with respect to new employees' mean experience (Model 2, Table 2 ). Subsequently, we set the equation equal to zero and solved for new employees' mean experience.
Then, we have: This finding allows us to observe that the contribution of new knowledge resources to performance must be observed by considering such resources as a whole and not as if they were stand-alone assets. Furthermore, it allows us to appraise the impact of orchestration on performance because we empirically gauged that the experience of newcomers affects performance through a non-monotonic relationship (i.e., U-shaped), which implies that a manager must pay attention not only to the experience of the individual knowledge resources that he is acquiring but also to the collective experience that he is bringing into the unit; importantly, it is this collective level of expertise that will be added to the given unit. By empirically observing a non-monotonic relationship (i.e., U-shaped) between newcomers' experience and performance, we thus illustrate how orchestration choices affect a firm's results. More precisely, our study suggests that such choices are successful when they bring a clear choice into the unit in terms of a substantial new amount of experience through the newly acquired players. This evidence represents a fruitful contribution to the resource orchestration literature because, in contrast to both studies that emphasize the relevance of individual experience (Coff, 1999; Huckman et al., 2009) and those that maintain different effects for high and low levels of experience on performance (Lepak and Snell, 1999; Reagans et al., 2005; Huckman et al., 2009) , we find that only a substantial level of experience (i.e., beyond a given amount, as maintained by the Ushaped relationship) among newcomers can positively affect performance.
Hypothesis 2 predicted that the release of employees' co-specialization would positively moderate the relationship between a team's co-specialization and its performance and that the relationship would become stronger when the release of employees' co-specialization was higher. The interaction between the release of employees' co-specialization and a team's co-specialization was shown to be significant (Model 3, Table 2 : b=0. 000834, p<0. 1). However, the value of the coefficient was not very high; therefore, we can conclude that we observed a positive and significant result, although at a lower level. In particular, this finding addresses the subtraction of co-specialization from a given unit. Although the extant literature has noted the relevance of knowledge resource co-specialization and its positive effect on performance (Reagans et al., 2005; Huckman et al., 2009; Huesch, 2013) , it has not probed the opposite relationship -specifically, what occurs when co-specialization is subtracted from a given unit.
However, we found that, conversely, the release of co-specialized employees has a positive effect on performance; in particular, we observed that the release of co-specialized employees positively moderates the relationship between team co-specialization and performance.
Furthermore, this finding is quite relevant because the extant literature (i.e., Gilbert, 2005; Tucker et al., 2007) has almost completely neglected the role played by subtracting old routines in the performance of new routines. Indeed, by observing the positive moderating effect of released players' co-specialization on the relationship between team co-specialization and performance, we observed that a given unit requires a lightening of the burden of previous learning before it can effectively exploit its new knowledge. This result is insightful because it reports the fruitful interplay between different resource orchestration decisions (i.e., between the release of cospecialization and the newly acquired co-specialized resources). More precisely, we observed that the dismissal of old routines is beneficial to the development of new routines. In other words, before new insight and knowledge can fruitfully be exploited, a firm must be relieved of the burden of redundant and less useful knowledge represented by old-timers' co-specialization.
(R2/2) (R2/3) Finally, to corroborate our results, we conducted further analyses to rule out potential endogenous relationships. Table 3 reports the results corrected for endogeneity.
-----------Insert Table 3 about here
To this end, we have specified a two lags dynamic panel model via a GMM estimation model (Baum et al., 2003) , and we do find confirmation for both Hypothesis 1 (Model 2, Table3) and Hypothesis 2 (Model 3, Table3). To assess the validity of our GMM estimation, we run diagnostic tests for the following:
(1) the presence of first-order autocorrelation AR (1): we correctly reject the null and confidently exclude the presence of first-order autocorrelation;
(2) the presence of second-order autocorrelation AR (2): we cannot reject the null, and we find the presence of second-order autocorrelation (as per construction in GMM); (3) the Hansen test on over-identifying restrictions: we cannot reject the null hypothesis that the over-identifying restrictions are valid; therefore, we conclude that the estimates corrected for endogeneity are valid.
We therefore conclude that the results of our dynamic model are robust, and our main and foremost hypotheses are indeed confirmed. (R2/3)
Discussion
The foregoing results paint an interesting picture regarding the consequences of resource orchestration decisions on firm performance. In particular, we observed that newcomers' experience affects firm performance through a curvilinear (i.e., U-shaped) relationship -as demonstrated by the empirical support provided for Hypothesis 1 -and that the release of cospecialized employees has a positive moderating effect on the relationship between team cospecialization and performance, as evidenced by the empirical support offered for Hypothesis 2.
On the basis of these findings, our study makes several contributions and opens up interesting directions for future research.
First, we provide an insightful contribution to the resource orchestration literature (Helfat et al., 2007; Sirmon et al., 2011) . More precisely, on the basis of our first finding, we argue that a given manager should be able to orchestrate new knowledge resource acquisition at the unit level and select the most appropriate level of newcomer acquisition depending on their experience. This and what other resources must be recruited to orchestrate a successful resource configuration.
Thus, we empirically showed how effective complementarity can be designed and, subsequently, achieved.
Our second contribution addresses the need for further research efforts suggested by studies on human capital combination. Indeed, the decision to release co-specialized players, although it may exert a negative direct effect on performance, is also amenable to producing an indirect positive effect. Therefore, a manager who has a mid-to-long-term orientation regarding the unit's results must account for this possibility, given that he must be interested in the team's current results, but not to the detriment of the unit's future survival. We argue that this finding also positively contributes to the development of research on resource orchestration. Additionally, by addressing the double effect of the release of co-specialized employees, we have also explored some issues raised in the collective turnover literature (Hausknecht and Trevor, 2011; Nyberg and Ployhart, 2013) . More precisely, by empirically observing that the substitution of a group of veterans positively moderates the relationship between a team's current resource bundle and performance, we address a critical issue from both the orchestration and the collective turnover literature because we have clarified that resource orchestration can be extended to resource divestment, not only with respect to single resources but also regarding the replacement of a bundle of resources.
(R1/2) Our study also opens up a fruitful dialogue with other streams of literature for potential research extensions. One of these streams concerns the Leader-Member exchange (LMX) literature (Foa & Foa, 1974; Schwind Wilson, Sin, & Conlon, 2010) . More precisely, it would be quite relevant to assess whether the substitution of leading players (i.e., a leading team member)
affects resource exchanges and, in turn, firms' performance. Although this extension would redirect research toward the relevance of individual knowledge resources, whereas our study aims instead to emphasize collective knowledge resources, it would nonetheless be important to control for this effect on both resource exchanges and firms' results. We argue that the crosscontamination between the resource orchestration and LMX theories would enrich managerial decision making, especially with regard to the exploitation of valuable knowledge resources, both at the individual and collective levels.
Another intriguing extension concerns the Institutional Entrepreneurship literature (DiMaggio, 1988; Greenwood & Suddaby, 2006 
Conclusion
Our study provided a number of fruitful insights with regard to resource orchestration. In particular, we find that managers must pay attention to the collective experience of the knowledge resources that they bring into a given unit. In addition, we find that although the release of old routines may negatively (and directly) affect performance, it can also positively (and indirectly) affect the performance of new routines. (R2/3) More precisely, with regard to our first finding, the U-shaped relationship suggests at least two implications for managers who are interested in human capital management. One implication concerns the contribution of knowledge resources as a whole and not only as the sum of individual resources. The second implication refers to the need to renew the human capital endowment at the firm level while paying attention to the experience of the newly acquired resources. Therefore, it is important to select and recruit newcomers characterized by substantial experience so that these knowledge resources can contribute to the firm's results in the shortest time possible. Furthermore, with regard to the release of co-specialized knowledge resources, our second finding suggests that the dismissed knowledge can be effectively substituted by new routines because such routines are amenable to working better when they are lightened from the burden of prior routines.
Our study also has some implications for theory as well as for managerial practice. First, our study clarifies that when new knowledge resources must be added to a given unit, the receiving unit (i.e., a firm, a team, a division, and so on) should not be hindered by uncertainty with regard to the contribution of the newcomers, who must be experienced, whose professional background must be well known and whose competencies should be clearly recognizable. For example, in the context of a either a department or a research center, newcomers' competencies will be effectively deployed and exploited if their previous work and publications allow a clear understanding of their skills. In other words, the greater the experience of newcomers is upon joining a new team, the lower the uncertainty that will characterize their utilization in the context of their new unit/firm. Future studies should investigate how previous skills and knowledge affect performance in settings characterized by frequent employee turnover.
In contrast, with regard to the positive moderating effect of the release of co-specialized resources on the performance of current knowledge resources, we maintain that such a renewal is not only necessary at a given point in time but that it is also beneficial for a given team. More precisely, we argue that managers must make decisions that are consistent with the purpose of preserving a firm's competitive advantage. Unfortunately, it is sometimes necessary for current knowledge resources to leave a unit/firm to allow for new knowledge resource development.
However, although the loss of current co-specialized knowledge can damage a firm, in a parallel fashion, it may also help a firm develop new and less predictable competencies, thus creating an overall positive effect for the firm. Future studies should investigate how and to what extent this type of replacement can engender positive results under different environmental and competitive contingencies; for example, it should be investigated whether routine replacement would exert the same effect in emerging industries as in mature sectors.
In terms of managerial implications, we surmise that when managers must cope with the necessity of replacing current assets and resources, they should make clear choices and avoid compromise despite the possible fear of being perceived as too radical of a renovator. Indeed, if renewal is not implemented to an adequate extent, the positive effect of new knowledge resources on performance can be hindered and their possible contribution can remain uncertain. The most appropriate managerial implication, therefore, is to exploit assets and resources to achieve their best potential performance before they begin to show a decreasing performance trend due to inertia and predictability. Subsequently, we suggest replacing such resources neatly and quickly through the recruitment of experienced knowledge resources to preserve competitiveness and at the same time renew the firm's creativity and innovativeness.
Finally, our study also provides a methodological contribution, especially with respect to the analysis of potential sources of endogeneity. In particular, we have ruled out several sources of endogeneity via a GMM estimation model (Baum et al., 2003) , through which we have provided further corroboration of our research hypotheses. (R2/3) Obviously, our study is not without limitations; however, we argue that those limitations represent useful directions for future research. A major limitation involves the generalizability of our findings to settings that are different from sports. In fact, managerial studies increasingly rely on sports settings to collect data and evidence whose implications are subsequently extended to business contexts (see Wolfe et al., 2005; Day, Gordon, & Fink, 2012 In summary, our study clarified that resource orchestration can affect firms' performance to a substantial extent; therefore, we argue that subsequent research can address the implications suggested by our findings. As reported by Rink et al. (2013: 248) Argote et al. (2003) and Reagans et al. (2005) . 
